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Question#1 Covid-19 impact on Employer-Employee Relationship

Q1: Covid-19 pandemic and its impact on employer-employee relations...?

Introduction

Covid-19 provoked long-term changes in the workforce culture of the firms. The crisis caused due to the

pandemic compelled the workforce culture to change the way business operations are carried out.

As of the lockdown imposed during the pandemic, the concept of working remotely from home was the new
normal adopted by firms which in the case of software-based business companies was a feasible concept

(Bartik et al., 2020). However, for non-software based, human labour requiring business models (as in

manufacturing companies requiring human labour to operate the machine routers, etc.), the conceptualised
model of carrying out business operations remotely was not feasible due to which many small businesses

remained at a standstill position during the lockdown (Hoehn-Velasco et al., 2021).

One of the companies in the pharmaceutical industry sector Johnson&Johnson 1s known to have managed its
business operations quite well during the time. Considering their remarkable performance, two employees
working (in IT and production departments respectively) with the company’s Ireland branch were interviewed
to determine how the pandemic affected their employer-employee relationship. Following section details

some of the key questions discussed.

Working Through the Pandemie

1) Working for the Employer, Feelings of Co-workers
How did you work through the pandemic for your employer? What were the feelings of your

co-workers?
Employee#1(IT-Department): “We worked remotely from home for our employer...”

Initially, on encountering lockdown, through the government’s guidance, the company provided employees

with the necessary IT equipment to work remotely (USSEC, 2022). Since the early weeks of the crisis were



very dynamic, J&J realising that the trend of working remotely was to remain for a while, devised policies to

support its employees working from home (J&J, 2020).

Employee#2(Production-Department): “I worked on-site in the production department laced with

maximum personal safety gear, with and under maximally sanitised environments and equipment...”

For the avoidance of situations like medicinal contaminations, mix-ups, etc. which the company’s Baltimore

subcontractor branch experienced with the Janssen Covid-19 vaccine (LaFraniere & Weiland, 2021) on-site

employee workforce was quintessential for the company's business. In making available the company’s
critical products to consumers through the troubled times the on-site employees were ensured maximum
health and safety protection by the company (J&J, 2020) with a one-time award of approximately $1000 for
employees’ dedication and commitment to working on-site. By consistently reassessing their policies to meet
the health authority guidelines, J&J ensured full support in maintaining the well-being of its entire workforce

working on-site (J&J, 2020).

2) Effects on Career

How did the pandemic affect your career?

Employee#1(IT-Department): “Not much since I already had the experience of working remotely

from my previous job as an IT consultant...”

Employees working remotely for their employers during lockdown experienced having more flexibility with
the hours they were going to put in for work (Parker et al., 2020) combined with the advantage of feeling the

ease in maintaining work-life balance.

Employee#2(Production-Department): “In physical and appearance terms it has changed quite a lot
as we are to wear masks consistently on-site and obliged to pass through sensors for detection of
possible viral germs. The fear of becoming a victim to the pandemic persists while on-site, however,
as of the company’s taken measures for workforce healthcare, the courage to remain dedicated to my

work on-site perseveres...”

J&J made available personal protective equipment as well as manufacturing equipment and environment
sanitization controls within their production/manufacturing units wherein personal attendance and close

contact with equipment, etc. were evident for workers working on-site (Barner et al., 2020).



3) Change in Employer-Employee Relationship, Relationship with Work

What change did you experience between employer-employee relations during the pandemic?

How did it affect your relationship with work?

Employee#1: “During the pandemic, even though I worked remotely for my employer, I believe my
relationship with the company strengthened because of harmony between team members, frequent
zoom meetings, and open discussion boards by remote team managing managers that were ready to

assist with my job.”

For its remotely working employees, J&J, to overcome the arising new dynamics and challenges for its
employees, rolled out expanded policies that were envisaged to provide its remotely working employees full

flexibility and support (USSEC, 2022).

Employee#2: “With the employer being seriously concerned and actively involved in devising
policies and SOPs for healthcare of its on-site workers, I felt like being treated with an extra protocol

by the employer which made me feel sufficiently determined to do my job. ”

J&J made available ample amounts of PPE(Personal Protective Equipment) and masks for on-site working
employees and provided them with the training for accurate equipment usage and testing (Barner et al.,
2020). By following ethical employer behaviour to accommodate illness and prevention of viral transmission,
J&J employees who were working on-site felt their relationship with the company strengthened positively

4) Effeects on Productivity, Loyalty, and Morale

How were productivity, loyalty, and morale of the company affected during the pandemic?

Both employees during the interview disclosed that initially during the pandemic, times were uncertain and
changes occurred dynamically in working practices, which did affect the company’s productivity negatively,
however, as the situation delved into creating work-from-home trends and new policies rolled out by
employers for their on-site workers, the situation raised the otherwise descending charts of productivity,

employee loyalty and overall company morale was uplifted (USSEC, 2022).

All arrangements done for remotely working employees had a positive effect on overall productivity and

loyalty of employees to the employer. For on-site workers, the safety of employees was ensured critically



with proactive measures taken which deprived the employees of feeling contagiously unsafe helping them to

fully concentrate on their jobs while on-site. Due to ethical employer behaviour of J&J employer towards the
health, safety and workforce of its employees, the overall morale of the workforce at J&J uplifted to the point
that the company was successful in rolling out its Jannsen Covid-19 Vaccine within a span of 1yr, a process

which normally takes about 6-7yrs (Marquez, 2020).

Conclusion

Employers, like the Johnson&Johnson company, who keenly executed their responsibility strictly
incorporating ethical employer behaviour observed better control over their human resource management. For
remote workers, flexibility was the major cause of productivity and enhanced employee loyalty to the
employer. In the case of on-site workers, adopted health safeguarding measures and the compensation
provided to the dedicated workers was the major source of keeping the employees devoted to working with

their employer.




Question#2 Diversity & Inclusion

Q2: Issues relating to ‘Diversity & Inclusion’ are becoming increasingly important around the globe? Explain
the 1ssues from an HR perspective, taking into account relevant stakeholders like employees and employers.

Are there 1ssues of discrimination in your region?

Introduction

Diversity and inclusion within Human Resource Management(HRM) caters for an innovation-oriented
business with diversity recognizing the distinct traits of people and inclusion acknowledging those distinct
traits as a beneficial opportunity of sharing perspectives and differences to bring about new,

innovation-oriented ideas on the table.

Although the definitions of the terms give an all-positive vibe of the phenomena within a workforce with

either term contemplated as tools inside the toolkit of solving problems (U.S. Department of Defence, n.d.),

however, like any other HRM term, there always exist some underlying challenges which if left
unforeseeable, could cause dangling issues within the HRM. Since diversity and inclusion aid, the gearing of

mtercultural competence (Gopalkrishnan, 2019) toolkit within a workforce, the management of both 1s

imperative to the economic progress of all organisations (Turnbull et al., 2010). Understanding why pertinent
1ssues exist and how to counter them is crucial for effective management of a diverse workforce culture

wherein the managers value inclusion and consider it a key to an organisation’s business success.

Probable Issues in Diversity and Inclusion

In the perspective of HR, presently, to maximise and leverage the benefits of the contemporary epoch,
companies invest hefty amounts of time and resources to establish workplace diversity in their organisations
(Turnbull et al., 2010). Despite the hefty investments, the output received from HR is often too less than
actually desired which usually happens when employees’ values, feelings, behaviours, and attitudes usually
clash with the organisation’s goal of submerging an inclusive environment. Issues normally arise when
employees fail to achieve the recognition and impact they deserve for working an extra mile, thereby, failing
to recognize their impact on others (Turnbull et al., 2010). Such a situation requires the organisations to infer
the knowledge of building intercultural competence within the employees for the insurance of an inclusive

environment (Gopalkrishnan, 2019).



Inclusion within a workforce culture can only be achieved only once diversity has been enforced. Practitioner

literature normally illustrates a move from diversity to inclusion which literally means diversity gets
transformed into inclusion, however, according to Roberson (2006), the two terms depict critical differences
when incorporated separately within a workforce culture (Gopalkrishnan, 2019). Roberson states that having
diversity in an organisation's workforce culture differs at par with devising organisational capacity of

leveraging that diversity into a useful resource, which constitutes inclusion.

Challenges and issues in diversity arise when a diverse group of people from different ethnicities and
backgrounds are brought under one platform (the organisation) to work together for the ultimate success of
their employer. This spurs probable issues (Dewar, 2022) like communication issues, cultural
misunderstandings, slow discussion leading to miscommunication or pertinent misunderstandings,

discrimination, etc. amongst the diverse group of people.

Issues of Diserimination in Workplaces

Of all the probable issues that diversity and inclusion can cause within a workplace, systematic
discrimination is the most common (Sharma, 2016) and it is often a complex one to tackle (OHRC, n.d.). One
common example of systematic discrimination is the racial disparities that exist within the workplace in
United States wherein African Americans and Latinos are usually found to live in poverty, deprived of an
equal right to employment compared to white Americans, etc. While forms of systematic discrimination are
diverse, regardless of their type, it always results in unfair treatment and unequal opportunities (Sharma,
2016). Some of the well-reputed companies operating in the US region have been sued with a lawsuit for

racial discrimination within their workforce.

1) Example: Walmart

Since the year 1990 Walmart, an American multinational retail company, has been subjected to several
lawsuits regarding discrimination like not providing equal employment opportunities to Black and White
Americans (BHRRC, n.d.) The company settled the class-level racism lawsuit for a hefty amount of $17.5
million. The company was sued for disproportionately turning down 4500 Black Truck Driver applicants,

favouring White community applicants over them.



2) Example: General Electric

An American multinational conglomerate, General Electric(GE), was sued by 60 Black workers who reported
that the supervisor at GE called them with racial slurs like the N-word, monkey, lazy blacks, etc. which

accounted for racial harassment (Friedman, 2018).

Similarly, many companies are sued consistently within different regions of US against racial discrimination

which is quite common not only in workplaces alone but also within entire societies.

Conclusion

Diversity and Inclusion if carefully adopted within HR practices, can help firms achieve a much better return
on investments(ROI). Incorporating either within HR, however, is a complex procedure and requires careful
considerations and analysis before the two can practically be amalgamated within the workforce culture.
Failure in careful consideration and analysis can cause issues like discrimination which hinders the fostering

of productive workforce culture.




Question#3 HR Analytics

Q3: Briefly outline what you understand by the term HR Analytics. How does it impact employees,

particularly in relation to GDPR? See real-life examples to support your answer.

Introduction

In the present-day data-driven world, organisations consistently invest in proactively devising data analysis

capabilities within HRM to derive business solutions(LesleyUniversity, n.d.). HR Analytics/People
Analytics/Talent Analytics refers to the constructive utilisation of collected talent data records, from past
experiences, with the intent of improving critical talent and business outcomes. HR Analytics leaders help
HRM leaders to rely on these talent data records for making efficacious talent decisions, making better the

workforce processes and promoting positive employee experiences.

Leveraging HR Analyties to Transform HR World

From recruiting new employees on board to retaining specific talent, it all boils down to the reliance on

analytical talent data records that modern-day HRM leaders rely on to influence and improve the employers

business practices (GHRG, n.d.)

Old methods of managing HR which were largely based on intuition and instinct (Hodgkinson et al., 2009)

might still prove somewhat beneficial for strategic management, however, to keep up with the pace of
technology and the growing market competition, data analytics is vital to successful HR planning and
management. Through data analytics, organisations can increase their ROI by accurately recruiting the right
talent, targeting the right customers, and reducing costs incurred in improving their overall

businesses(LesleyUniversity, n.d.).

HR Analyties in Workplace and the GDPR

Data Analytics rely on recorded personal data which could either belong to employees or customers of an
organisation. The legislation authorities of different continents around the globe, in order to ensure security of
all personal information and to respect and retain the personal privacy of the people from whom data 1s

collected, have laid out regulatory data protection frameworks. The data protection framework adopted by the
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European Union (EU) is the GDPR (General Data Protection Regulations) aimed at enhancing data protection

and privacy for EU citizens.

Representing a complete overhaul of legal perquisites, the GDPR framework is a "must-have" substructure of

HRM for all organisations that handle personal information and private data of EU citizens (Marr, 2018).

Failing to comply with the GDPR regulations in using personal information or simply fouling its implications

can end up with hefty fines charged against the culprit organisation(Li et al., 2019).

GDPR, ever since coming into effect, has left a massive impact on HR departments of organisations(Drew,
2022), detailing new standards for transparency, security, and accountability. Employers adopting GDPR in
HR Analytics gain trust of their employees when they feel that their information is legally secure with their

employer (PeopleDoc, n.d.).

HR Analyties’ Impact on Employees in Relation to GDPR

For employees, GDPR requires organisations to retain only essential, accurate and up-to-date information
about their employees along with a complete disclosure provided to them on how, where, and for what time
period their information will be retained in organisations' HR Analytics database. Additionally, according to
GDPR regulations, employees have the right to request a copy of their stored personal information in the

company's HR Analytics database. Detailed impact of GDPR regulations implemented in HR are sown in
figure 1.

GDPR is by far the strictest data protection law which inflicts roughly fines of above €20.37M(Rosenthal,
2022) on organisations not complying with GDPR regulations. Some of the real-life examples of companies

that were inflicted with fines due to failure in complying with GDPR regulations are listed below.

1) Hennes&Mauritz(H&M) (Fined: €35M)

H&M, a Germany-based cloth retailer company, was fined(€35M) for breaching the GDPR's principle of data
minimization wherein the company’s employees after a sick leave were made to attend a return to work
meeting with the meetings recorded and made accessible to all H&M managers(H&M Fined, n.d.). The
sensitive employee information, like health, religious beliefs, etc. therein was then used by managers to

evaluate their job performance.
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Figure 1 Impact of GDPR in HR on Employees

2) Notebooksbilliger.de(NBB) (Fined: €10.4M)

German electronics retailer was charged with the penalty of using CCTV to constantly monitor employee and

customer behaviour. Although the company states that the CCTV was put to practise for anti-theft purposes

(Library of Congress, 2021), however, according to state data protection authorities, the cameras were an

intrusion on customers' and employees' privacy.

Similarly, many other reputed companies (Rosenthal, 2022) have been charged for GDPR violations

regarding their employees and customer privacies.

Conelusion

HR Analytics compliant with GDPR allows employees to have more control over how their personal
information is used and stored by their employer with full control over accessing, rectifying, and requesting
for deletion of their data at the discretion of their own will. If organisations consider GDPR as a data
managing opportunity for their HR rather than a restrictive constraint of regulations, they can truly prosper in

the long term.
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Question#4 Job Analysis

Q4: Briefly outline what you understand by the term ‘Job Analysis’? What role does it play in the area of
HR?

Introduction

In Human Resource Management(HRM), job analysis plays a critical role in effective strategic

staffing(Wolfe, 2016). From recruitment & selection, job evaluation & performance appraisals, compensation

management & job designing, it all jots down to one significant, the Job Analysis.

At the employer end, Job Analysis helps employers with the right candidate selection for a particular post,
managing employee performance, selecting compensation and benefits packages for employees based on
their job performance, etc. On the employee end, Job Analysis sets out a clear picture of what is actually

required of them as a duty towards their employer(Francis, 2017).

Whenever the employer plans on increasing or setting up its staff employees, Job Analysis becomes a critical
component for a strategic solution as it helps the employer in defining how its HR will be utilised in a

broader sense throughout the company(Siddique, 2004).

Let us delve into the topic of the purpose of Job Analysis in HR along with some of the key roles it plays
within HR.

Job Analysis: The Purpose

Determining the job demands by detailing out the critical importance of duties, and major responsibilities,
along with physical and emotional skills necessary for an applicant to have for the said post in order to
contribute completely productively to the job is the main purpose of conducting Job Analysis in HR(Sanchez,
1994). By utilising all the necessary information collected through the Job Analysis process, employers can
achieve a right fit between the job and an employee side by side with evaluating employee performance at

jobs, and determining the worth of particular tasks.

13



For example, if the Job Analysis for the post of Executive Sales Manager is to be assessed through job

analysis, firstly the worth of job post will be considered and analysed by HR, Secondly, the assessment of a
person's capability of fulfilling all the necessary requisites within job description will be assessed and
evaluated. Still importantly, other factors, facts and figures like job location, department/division, computer,
education, communications, and physical skills will also be assessed; all under Job Analysis with the sole

mtent of maximising productivity by finding a perfect employee-job post fit(Sanchez, 1994).

Job Analysis: The Importance

Information collected during the job analysis procedure helps employers in controlling the output of that job

post(Wotruba & Castleberry, 2013). Additionally, it plays a vital role in highlighting to employees the

opportunity of levelling up their post(designation) when they reach a certain milestone or acquire training

necessary for levelling up(Sanchez, 1994).

In general, a thorough analysis and investigation into the requirements and needs of a particular job post are

beneficial for both managers and the employees(Francis, 2017) with managers getting an accurate idea of

'whom they should hire and why' and the employees, both potential and existing ones, get to know what is
required of them as an employee and the desired output the employer expects from their input. It is a win-win

process on either end: the employer and the employee.

Job Analysis: The Role Played in HR

As discussed, Job Analysis helps in effective strategic management(Sanchez, 1994) within HR by helping the
firm 1n planning how its human resource will be utilised within a company(Wolfe, 2016). Following are the

key roles Job Analysis plays in HRM:

1) Coming about with Success Factors

All companies have different success factors depending upon the business they conduct. One of the major
role Job Analysis plays in HR is highlighting the employer's necessary success factors for ultimate business

growth(Singh, n.d.).

14



2) Eluecidating Roles

After the success factors have been defined, Job Analysis helps diversify the components of success into

various job roles each allocated to aiding the employer's success factor(Strah, n.d.).

3) Onboarding/Defining the Right Talent

Roles highlighted are then classified into proper jobs(Strah, n.d.) with each job post defining a specific set of

tasks to be accomplished and establishing a hierarchy:.

4) Highlighting Relative Costs Incurred

Hiring talent and conducting job analysis comes with a price and a good Job Analysis provides a useful
mnsight into relative costs incurred versus the benefits associated with hiring the right staff, roughly detailing

out the respective salaries that the hired staff might be paid with if hired.

Conelusion

HR can not be made fully productive without employing the rightful procedures of Job Analysis in strategy
management for HRM. Without Job Analysis, organisations may end up hiring the wrong person for a
particular post which accounts for non-effective hiring practices. Similarly, without Job Analysis, employers
might miss important training and development needs for their employers that could affect their productivity.

Job Analysis indeed serves a vital role in HR practices.
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Question#5 Corporate Social Responsibility

QS5: Corporate Social Responsibility 1s becoming increasingly important for organisations in terms of
strategic intent. Apply the ‘triple bottom line’ concept to your organisation or an organisation of your choice

and outline its strategy intent through an analysis of the CSR six stage process.

Introduction

Within the aspect of strategic intent, Corporate Social Responsibility(CSR) plays a vital role in demonstrating
an organisation’s business values, keeping its employees engaged and communicating to the public about
organisation’s way of conducting business in a way that ensures a sustainable future for societies and
economies. CSR sets forth a path for business partnerships(Baldo, 2013) between businesses and societies
aimed at deriving common goals and partnered actions that can result in impact-driven outcomes which leave

a positive impact on companies, societies, employees, consumers, etc.

The 1dea behind CSR is that organisations should conduct business in a way that should positively impact
societies like for example reducing plastic packaging can help, to some extent, avoid plastic pollution and
save marine life from dreadful plastic waste on sea shores(Landon-Lane, 2018).In the contemporary business
world, all businesses have their strategic intent based on CSR principles because organisations that ensure
CSR practices within their business operations usually get more attention, customer attraction and welcoming
responses from societies. In terms of HRM, CSR can help businesses retain employees due to strengthened

brand presence in societies which they might earn as of CSR geared in their strategic intent(Heyward, 2020).

Triple Bottom Line TBL Analysis: What is?

In measuring the impact of CSR within their strategic intent, companies run a TBL which is a book-keeping
process(Miller, 2020) divided, as the name suggests, into 3 sections: people, planet, and profit. Through TBL
framework, firms calculate their businesses’ environmental, social and financial accomplishments(Hammer

& Pivo, 2016). To understand this let us run a TBL analysis on strategic intent of one of the reputed business

firms: Nestle.

16



Triple Bottom Line Analysis: The Nestle Company

Nestle, a Swiss-based multinational conglomerate that processes food and drink 1s known to be the largest
food company around the globe. Although the business conducted by the firm 1s large enough, however,
Nestle’s recognition 1s also widely spread due to the company’s concept of Creating Shared Value and
sustainability in the long run(Nestlé Report, 2021). Let us probe into how the Nestle company intends to
successfully achieve TBL through its Creating Shared Value concept.

a) Working for People: Individuals and Families

Continuously working towards the goal of making available healthier versions of food to the consumers, the
Nestle company has filled the market shelves with a diverse range of healthy food items of which; 45% of its
food range items meeting WHO requirements for daily sugar intake. By providing a nutritional facts chart for
each of its items, Nestle is urging people to make healthy choices in life.

b) Working for Profits: Communities and Livelihoods

One of the major initiatives of the company: The Farmer Connect Program(Nestlé, 2021) has been
launched with the intent of making better livelihoods for rural population, particularly the farmers who work
on plantations that source raw materials to the company. Other than this, the company also assesses and
addresses, across its business operations, the human rights aspects of both employees and consumers.

¢) Working for Planet: Societies and Global Impact

For the planet, the company is involved in working on initiatives like Caring for Water to provide the planet
with water resource conservation. Other similar initiatives like using reusable packaging, procurement of
electricity from renewable sources, etc. all have combinedly earned the company a reputation as a Global

Compact Lead Company.

All this concludes that Nestle 1s working hard toward exploring ways of aiding its creating a Shared Value

concept.

CSR Six Stage Process for discerning the Strategy Intent of the Company

The CSR six-stage process of the company to identify its strategy intent looks like as under(Nestlé Report,
2021):

17



Sr# Process Goals
. . a) Contributing to nutritious & sustainable diets
1 Executive Commitment b) Helping to Protect, Renew, and Restore natural resources
¢) Strengthening Communities
d) Operating Responsibly
Refer to Appendix A
). Assessment
. Efficaciously and consistently explore opportunities and rectify
3 Infrastructure Creation | ) e5ts by identifying and supporting company’s capabilities,
resources and core competencies.
(See Appendix B for company s value chain infrastructure)
. Becoming an industry reference for financial performance which
4 Plan Implementation will be trusted by all stakeholders. (Refer to Appendix D)
Due Diligence at the heart of HR Framework. (See Appendix C)
5 | Management, Reporting, &
Evaluation
Assessing accuracy and efficacy through revisions. (See Appendix
6 Reassessment & Revision &)
Conclusion

All companies around the globe are backing their strategies with CSR and TBL Analysis which helps them

derive long-term gains both economically and socially. The example of the company discussed here proves

the importance of CSR and TBL within the strategic intent of organisations.
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Appendix A

Nestle company Assessment report results for the year 2020(Nestlé, n.d.).

Importance to stakeholders

Major

Significant

Moderate

Negligible

Negligible

e Resonsible somciag
o Humanrights

© Biodiversity @ Bottledwaterand water stewardship
@ Retailer relationships
@ Geo-political and economic context
@ Product regulation/taxation

@ Responsible marketing
and brand communication

@ Business ethics
© Communityrelations

@ Animal welfare @ Cyber security
@ Acquisitions and investments
® Zero waste
@ Diversity and inclusivity
@ Accessible nutrition

@ Pensionmanagement @ Data privacy

Moderate Significant

Impact on Nestlé’s success

® People and pets @® Communities

© Climate and decarbonization

© Changing consumer behaviors
' Product packaging and plastic

® Innovative business models

@ Digital and technology

® Competitiveness and productivity
© Nutritional value of portfolio

© Productquality and safety

@ Talent attraction and retention

Major

~internal stakeholders

® PFlanat @ Maximizing long-term value
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Nestle Value Chain Infrastructure (Othman, n.d.)
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Appendix C

Nestle: Management, Reporting & Evaluating

Our Human Rights
Framework

Due diligence is at the
heart of our new Human
Rights Framework

To enhance our due diligence,

we are developing and

implementing dedicated action
plans for each of our salient issues.

These action plans will help create crucial synergies across Nestlé.
Our experience has taught us that to be effective, our action plans will need to be buiit on the following enablers:

Enabler1 Enabler 2 Enabler 3 Enabler 5
Governance Policies and Engagement Strategic Transparency
and incentives control systems and advocacy partnerships and reporting
We will integrate human We will leverage our policies We will engage with key We will partner with We will provide a high
rights at all levels of our and control systems to stakeholders and advocate thought-leading and level of transparency of the
govermnance structure. ensure human rights are for smart due diligence boots-on-the-ground progress we make and the
embedded throughout legislation and collective organizations. challenges we face.
the organization. action on the ground
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Appendix D

Nestle: Strategy of Plan Implementation (Nestlé, n.d.)

Nutrition,
Health and »
Wellness Emerging
markets and
Popularly
Positioned

Products

<=\ Nestle

a00d Food, Good Life

s,
”6 o
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Competitive
advantages

Growth
drivers

Out-of-home
consumption

Premiumisation
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